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ABSTRACT 
Career development programs offered by an organization include a variety of techniques and 
programs that can be attended to by the staff. However, all the investment an organization 
ventures in has costs attached to it.  In addition to the cost of the training, organizations incur 
other costs, such as loss of normal productivity time. Therefore, the purpose of this study 
examined the factors affecting the implementation of career development programs in private 
sector in Kenya on a case study of IET Electrical Company. The specific objectives was 
establish the effect of management support, training needs assessment, financial resources 
and performance management on implementation of career development programs in IET. 
The study is significant to The Management of IET Electrical Company Limited, The 
Government of Kenya and other researchers. In methodology, the study adopted descriptive 
research design. The target populations were all the 54 employees working at IET Electrical 
Company Limited. The census design was adopted as the sample design. The data was 
collected through administering of questionnaires to the respondents. Quantitative techniques 
of data analysis were used to analyze data and the findings presented by the use of tables and 
graphs.  The study found out that managers foster a climate conducive to learning, support 
the Career development initiatives and that career development is a shared responsibility of 
management and the individual employee while senior members and managers are 
supportive and engaged in the employee career development program planning and that 
training needs assessment criteria affect implementation of career development programs in 
IET given that  assessment always commences with consultation to identify the learning 
needs of the employees considered, followed by course planning and Training and Need 
Asssesement(TNA) should always be performed where new development in policy and 
procedures is deemed to have taken place. Last but not least performance management is 
achieved by carrying out changes from normal company operations that members of the 
organization perceives as normal and employee development programs culminate to creation 
of job opportunities that improves organizational performance. The study recommended that 
there is need for the organization managers to foster a climate conducive to learning and 
support the career development initiatives. Career development should be shared 
responsibility of management and the individual employee in any organization. There is also 
need for the TNA to always be performed where new development in policy and procedures 
is deemed to have taken place and specify what behaviors or skills are required and relate 
these to the strategic mission of the organization. There is need for organizations to be able to 
quantify the benefits of career development so that they are able to understand how important 
career development to the organization is. There is also need to understand that career 
development is additional expenditure and waste of time and not in the organization’s 
priority list. Last but not least the organization needs to allocate enough resources in order to 
implement the required training need and the overall career development plans of the 
organization that is meant to ensure that the staff in the organization are motivated and have 
the required skills to perform their duties.  
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OPERATIONAL DEFINITION OF TERMS/ACRONYMS 
Career Development         Activities that are geared towards improving the abilities of  
                                             staff to perform their duties  
Employee Perfomance Evaluation       These are assessment of employees abilities and  
                                             performance sometimes with an aim of rewarding them 
Training                              Acquisition of new skills and knowledge to perfom certain  
                                             tasks 
Growth Opportunities       These are the staff growth options available in the  
                                             organization 
Finances                              These are monetary considerations. 
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CHAPTER ONE 
INTRODUCTION  
1.0 Introduction 
This chapter includes the background of the study, the statement of the problem, 
objective of the study, research questions, the significance of the study, scope of the 
study and the chapter summary. 
 
1.1 Background of the Study 
Employee career development programs can be referred to as the planned, ongoing 
efforts by the company to improve the employees performance .It also includes 
employees ones satisfaction by the organization using a wide range of techniques and 
activities. In workplaces today, these initiatives have taken on a variety of approaches 
from instruction in highly defined work skills to long-term professional career growth 
programs (Brawley, 2013). Decenzo and Robbins (2009) states that career development 
is a continuous lifelong process of the employees development experiences that is geared 
towards seeking, obtaining and processing information about individual employees, 
occupational and educational alternatives, life styles and role options and alternatives. 
The process and development of careers among the employees is sometimes advised by; 
experience in a particular field of interest. One of the benefits of   career development is 
that it can help in attaining greater happiness and satisfaction among the staff in an 
organization.  
 
According to Murrey and Cole (2011) the process of company career development is 
therefore crucial for both employees and employers given that both of them   must be 
ready to keep with the changing work and business environment and respond 
appropriately. In this regard employees should continuously upgrade their skills and 
competencies to the current job requirements while on the other hand the organizations 
must be ready with those employees who can handle the pressure efficiently and mitigate 
against the risk of falling prey to the changed business and work environment. A study by 
Wigand, Roif and Richweed (2011) observed that there is an increasing number of 
companies of all sizes and in different sectors that are embracing a processed skill 
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development and other areas of employee career growth programs as a means of 
equipping the staff with the required skills.  
 
Sagimo (2010) observed that achievement of planned employee career development 
programs offers several potential benefits to organizations. For instant employee career 
development programs enables organization build a pool of qualified staff that can act as 
replacements for organization employees that quit the company or be elevated to 
positions demanding more responsibility. Employee career development initiatives 
ensure that organizations maintain the required human resources to support organization 
growth and expansion.  
 
Employee career development programs can also enable organization to explore the use 
of advanced technology and to adapt to fastest business environment that is ever 
changing. Finally, an employee career development program improves works' efficiency 
and enthusiasm to work, leading to more benefits in both performance and job 
satisfaction. Through employee career development initiatives, companies stand to 
reduce employee turnover and decreased need for supervision. Effective employee career 
development initiatives begin with the complete strategy and goal of the organizations 
(Meyer, 2010). 
 
Latham (2010) stated that in developing an employee career development programs 
strategy, it may be necessary to evaluate the organization’s strengths and weaknesses, and 
any related industry or societal trends. The following stage is to use this information to 
establish where employee career development programs are required by the firm; a 
company in totality or by each staff. Organizations might assist in conducting an internal 
audit to find general areas that can gain from employee career development programs or 
to complement skills to establish the natures of training the staff possess and which ones 
they may require in days to come. 
 
The objectives of the employee career development programs needs to clearly outline and 
specify what characteristics and training that will be affected and how they will 
contribute to the strategic mission of the organization. The objectives of the organization 
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should also include a variety of basics steps or milestones in order to motivate the 
employee to be trained and allow the company to evaluate their development. Given that 
employee career development programs are expensive, not readily within reach of 
organizations, a company needs to be careful on which staff to train. This decision needs 
guided the ability of the employee to learn the material and the possibility that they will 
be encouraged by the staff career growth programs experience (Black, Stewartand and 
Mendenhall, 2010). 
 
1.1.1 Profile IET Electrical Company Limited 
IET Electrical Company Limited was started in the year 1949 as International Aeradio 
EA Ltd .The Company was an associate of Avionics Industry. In the 1980 s IET 
Electrical Company Limited were selected to act as Agents for Motorola Two-Way radio 
products and paging systems for East Africa, however in the year 1998 the 
communications arm of the company sold to an associated company known as ICS 
Limited. Later on in the year 1990 IET Electrical Company Limited was appointed a 
Siemens agent in Kenya for A&D, PTD, I&S and PG. The company acted as a marketer 
for spare part requirements and the then large infrastructural projects in the region.. 
 
The company in the 1997 IET started to provide training Siemens Simatic in Kenya and 
over the years was identified for small to medium sized projects. Over the years the 
company has successfully developed a strong local team of technical personnel who are 
able to offer Turn-key systems at competitive prices with a local presence. As observed, 
IET Electrical Company Limited operates uniquely in the market with experiences in 
Automation systems, Automation training etc. Following this remarkable permanence in 
the market, in the year 2001 IET Electrical Company Limited was given the Epcos AG 
representative and distributor for the East African Region. On the other hand IET 
Electrical Company Limited in the same year, the company was appointed Siemens 
representative for Uganda. The company started its operations in Uganda in August 2001 
while in Tanzania the company started its operations in 2008. 
 
The company’s mission is to be a leading Engineering company in the electrical and 
electronic systems in Eastern Africa, both in market share and reputation. The company 
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focuses on Industrial Automation and Drives; Power Transmission and Distribution; 
Industrial Solutions and Services. The company intends to attain these goals by carefully 
understanding and meeting the clients’ requirements and provide the benefits of proven 
leading-edge technological experiences. The company seeks to increase the customers’ 
efficiency and productivity to sustainable world-class standards. The Company comprises 
highly talented and skilled personnel with sound financial management geared to help the 
company meet its goals and objectives. 
 
1.2 Statement of the Problem  
Career development programs are the official and ongoing activities within an 
organization designed to enhance the fulfillment and performance of employees. Career 
development programs offered by an organization include a variety of techniques and 
programs that can be attended to by the staff (Stanhope, 2012). However, all the 
investment that IET ventures in has costs attached to it.  In addition to the cost of the 
training, IET incur other costs, such as loss of normal productivity time. Blacket et al. 
(2010) found that taking time for developing an employee also takes the company staff 
away from their duties and contribute to short decrease in productivity. There are also 
fears that the company can loose the highly developed to competitors such as Safaricom, 
Kenya Power, who are likely to benefit from the efforts that IET tend to put in during 
development.  
 
Wigand et al. (2011) studied and established that government bodies that do not prioritize 
training activities in their function, tend to lose a lot of opportunity because of 
underperformance of employees, there is need to improve their skills despite the 
extensive costs incurred. A study by Natalie (2013) on organization productivity, 
transformational leadership and objective performance  found that career development 
programs has become a problem because in the absence of up-to-date data on skills 
needed by industry, employers are not in a position to conduct reliable training needs 
assessments and develop realistic annual training plans. The result is that career 
development programs in the country are largely not demand-driven.  
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Implementation of Career development programs has become a problem at IET because 
there is scarcity of data for identifying the ever-changing development needs relevant to 
specific sectors of the economy. This has led to a mismatch between skills offered and 
the skills needed in the organization. Manpower surveys, which are meant to collect the 
relevant data for development programs are infrequent, and hence do not adequately 
address the specific skills-gaps in the various sectors. Therefore, despite the identified 
issues, there is still existence of research gaps considering that no major studies focuses 
on types of career development programs needed in this organization. As a result, this 
study will focus on factors affecting the implementation of career development programs 
in IET. 
 
1.3 Objectives 
The general objective of the study was to examine the factors affecting the 
implementation of career development programs in private sector in Kenya on a case 
study of IET Electrical Company, head offices, Nairobi.  The specific objectives of the 
study were:- 
 
i. To establish the effect of management support on implementation of career 
development programs in IET. 
ii. To assess the effect of training needs assessment on implementation of career 
development programs in IET. 
iii. To examine the effect of financial resources on implementation of career 
development programs in IET. 
iv. To establish the effect of performance management on implementation of career 
development programs in IET. 
 
1.4 Research Questions 
i. How does management support affect implementation of career development 
programs in IET? 
ii. What are the effects of training needs assessment criteria on implementation of 
career development programs in IET? 
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iii. How do financial resources affect implementation of career development 
programs in IET? 
iv. To what extent does performance management level affect implementation of 
career development programs in IET? 
 
1.5 Significance of the Study 
This research will be of benefit to:- 
1.5.1 The Management of IET Electrical Company Limited 
The study will be of importance to the management of IET Electrical Company Limited 
by providing information on the best approaches of career development. It will enable the 
organization to know the various ways that the organization can improve in order to be 
able to come up with better strategies that the management can adopt to help promote 
career development strategies. 
 
1.5.1 The Government of Kenya  
The research findings will contribute to a better understanding of the factors affecting 
career development in the country’s work force. This will enable the government to focus 
more intervention strategies and also coordinates efforts aimed at facilitating career 
development in private and public organizations. 
 
1.5.2 Other Researchers 
This study is considered significant to the other researchers. They stand a chance to 
obtain studies undertaken on aspects that pertains to employee career development. This 
therefore provides opportunity for them to carry out additional studies especially by 
filling those gaps perceived to have been left out in other research study.  
 
1.6 Scope of the Study 
The study focused on factors affecting the implementation of career development 
programs in private sector. The study was based a case study of IET electrical company, 
head offices, Nairobi. The organization is located at Unit 90, Alpha Centre Mombasa 
Road. The target population of the study was the top level management, middle level 
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management and support staff where a target population of 54 employees was involved. 
The study was carried between the months of August 2017 to September 2017. 
 
1.7 Chapter Summary 
This study was organized into five chapters. Chapter one covered the background of the 
study, statement of the problem, objectives of the study, research questions, purpose of 
the study, significance of the study, scope and chapter summary. The chapter addressed 
the factors affecting the implementation of career development programs in private sector 
in Kenya on a case study of IET Electrical Company, head offices, Nairobi. The focus 
was the influence of performance management, financial resources, management support 
and training needs assessment. 
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CHAPTER TWO 
LITERATURE REVIEW 
 
2.0 Introduction 
This chapter is a review of relevant literature which is considered necessary in helping to 
understand the research study. It addresses the theoretical framework, comprising of 
theories along which the study is anchored, empirical review, conceptual framework that 
shows the relationship between the independent variables and dependent variable and the 
chapter summary.  
 
2.1 Theoretical Literature Review 
The study is anchored on Human Capital Investment Theory, Adult Learning Theory and 
Stan Mack’s Theory of Training Constraints that have been discussed below. 
 
2.1.1 Human Capital Investment Theory  
Human capital investment theory by Richard and Lorraine 1988 proposes that, firms  
need to realize the  benefits  of putting money in human capital through education and 
training which improves skills, talents, abilities and competencies which in turn improves 
productivity, profitability and competitiveness in the firm . This in the end directs the 
firms service delivery. The three elements of Human Capital-early ability include 
whether acquired or innate; qualifications and knowledge gained through education 
system; and skills and competencies and expertise gained while training on the job. The 
concept of Human Capital came about from the acknowledgement that an employee or a 
firms choice to invest in Human resource, support or finance more career development or 
training that ca n be aligned to decisions about other types of investments undertaken by 
an employee or a firm (Brawley, 2013). 
 
Human resource Investments includes a consideration of  an initial cost that compromises 
of tuition and training course fees, foregone earnings while at school and reduced wages 
and productivity during the training period which an employee or firm hopes to get  
return in the future. A good example is through increased earnings or higher firm 
productivity (Brawley, 2013).   
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On the other hand this  theory relates to this research topic of study in the manner that as 
with investments in physical capital, this human capital investment will only be 
undertaken by the wealth maximizing firm if the expected return from the investment  
that include a net internal rate of return  is more than the rate of interest. In that case, to 
accomplish a great career development, the firm not only needs to develop its  staff, but 
the firm expects that the staff whose career has been built by their firms, reciprocate by 
injecting necessary input from their skills acquired to improve the firms  productivity. 
 
2.1.2 Adult Learning Theory 
The other theory that the study is anchored on is the Adult Learning Theory by Goad 
1990 .The theory is based on the assumption that how an issue is characterized is very 
important .The features of adult learning theory, indicates that that learning is a process 
and is not in consistence to a series of finite. It can be referred to as unrelated process that 
and can last throughout the whole lifespan of a great number of persons and therefore 
include the optimum transfer of learning where the learner needs to be actively involved 
in the process of learning and not as a passive recipient of information. This requires that 
individual learners must be responsible for their own learning, given that learning process 
has an affective emotional as well as an intellectual element. And therefore for these 
reason adults learn by doing as they want to be involved. Notwithstanding the gains of 
coaching, one need never merely show how to do something if an adult learner actually 
can do their duty, even if it takes longer that way (Black, Stewartand and Mendenhall, 
2010). 
 
Black et al. (2010) states that older persons relate their skills acquisition to what they are 
already aware of. For this reason it is therefore important to learn something about the 
backgrounds of the learners and to provide examples that relate to the learners 
knowledge. In most cases an informal environment presents better results, and this 
intends to scare older persons causing resentment and disturbance, and this negatively 
affects learning. It is necessary  that the five of the learners’ senses needs to be  appealed 
particularly to those aspects identified by neuro linguistic programming; the visual, the 
kinesthetic, and the auditory thus a change of pace and a variety of learning methods help 
to mitigate boredom and fatigue. 
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This theory relates with the area of study being career growth program in the manner that 
successful adult learning, the organization is expected to create a proper learning 
environment in which it is able to have employees (adult) to feel comfortable and pursue 
the goals enshrined in career development program failure to which, the adult will show 
exhibit resentment and decline to accept some of the training they are expected to 
undergo to make the career development exercise a success. 
 
2.1.3 Stan Mack’s Theory of Training Constraints 
The Stan Mack’s Theory of Training Constraints development in 1985 focuses on the real 
challenges to training productivity. The theory employs the rational tools of constraint 
management to motivate people to design, operate, and measure and control effective 
work processes, starting by making proficient in conflict management through ending 
with a personal and team implementation plan. People with knowledge of the tools, 
particularly in the advanced Thinking Process application, will practice practical use of 
the individual tools for day-to-use in their daily jobs. 
 
 Applying the tools to the daily use assists the staff to gain outstanding outcomes as a 
team member or leader, both at work and other areas. The theory also entails building a 
Negative Branch Reservation (NBR) as a means to providing effective feedback. 
Communicate an NBR in a way that motivates the other to work towards improving the 
level of productivity (Middlebrook, 2012). 
 
The theory is relates to the area of study that focuses on career development and indicates 
that  training staff in an organization  can be a challenge in the manner that failure to 
provide tasks or opportunities that are aligned to  the  skills they have been trained on are 
likely to result to unmotivated employees. It is crucial to counter challenges of training, 
the firms are expected to acknowledge the efforts of employees after going through 
training or after their career has been developed by giving them roles that matches their 
level of training. 
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2.2 Empirical Literature Review 
The research study focuses on various literatures on variables that relates to career 
development. 
2.2.1 Senior management support and the implementation of career development 
programmes 
In any organization globally the involvement of HR at corporate level is highly 
acceptable and leads to better performance of organization workforce.  Rausch and Ayesh 
(2013) while evaluating the significance of senior management planning in skills 
development in Hotel industry emphasized that top management support is an important 
aspect of every intensive and integrated career development program. In relation to 
career, the study pointed out that well recognized a career development is a tool for 
strategic control and development. Consequently, career planning and management have 
a huge determination on whether organizations may achieve corporate goals and on 
whether each staff can meet their individual career aspirations. 
 
A study by Brethower and Smalley (2011) on the ability to identify training needs for 
global competitiveness for South African companies, evaluating the available data 
established that top organizations management in career planning and management have 
an important influence on whether companies meet their corporate goals and individuals 
personal aspirations and in organizations having the right skill mix for futures human 
resource requirement. While such studies may indicate the industry’s ability ,the need to 
establishing individual company abilities in crucial. Alasdair (2012) in role of 
organizations management of media houses in Africa in talent management advised that 
in order to effectively develop careers, a clear  is required and need to be geared towards 
having a comprehensive framework for attracting, developing, and retaining employees 
in relation to the firms objectives. 
 
Margolis (2010) pointed out that effective support from top management is important to a 
comprehensive and sustainable career development process. In support of this argument, 
a survey conducted by McSween (203) on comprehensive and sustainable career growth 
process in Canadian service industry revealed that career development programs need 
considerable co-ordination within an organization, especially from the support and 
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direction of top management staff. While this is so it is necessary that individual 
companies in the service industry develop realistic strategies for career development that 
feet their own needs. 
Gilbert (2011) while advising on the effective organization human resource planning 
resource and industrial dynamics pointed out that human resource development should 
not be left to the HR department alone but should involve the organizations highest 
management level and advised that senior management need to pilot the career growth 
process, participate in career debate, and write their own growth objectives. Murrey and 
Cole (2011) emphasized that top management staff should lay more emphasizes to career 
planning activities such as periodic progress reviews of managers and establishing of 
strengths, weaknesses and training needs.  
 
Mawhinney et al (2012) while evaluating the effectiveness of  training systems for Health 
service facilities in Ghana where he proposed a 6 dimensions of top management support 
for career growth that included the provision of leadership for the growth culture change,  
the provision of  role models to get their people to change,  participation  in training to 
discuss differences on the assessment as part of career discussion and set  their own 
growth goal and  communication the urgency for everyone to be involved in the career 
development process. According Mawhinney et al (2012) the other concern  include the 
communication from top  management to promote the program purposes, need for 
changes, expressing high level expectations and continued encouragement for 
participation. 
 
2.2.2 Training Need Assessment and implementation of career development 
programmes 
Training needs evaluation is geared towards establishing the performance requirements 
and the knowledge, skills, and abilities which are required by an organizations human 
resource to attain the requirements in terms of skills. An effective skill gap evaluation 
will assist in putting resources to areas with most requirements (Yuen and Kee, 2014). 
The evaluation need to focus on the budgetary allocations needed to fulfill company 
mission, improve productivity, and provide quality products and services.  
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Implementation of career development programs need to be supported by a clear training 
needs identification before being implemented otherwise it would have no impact. In a 
study to assessing the effects of training on human resource capacity building ,Cokins 
(2009) while using a end of process evaluation approach method established that 
organizations decide on the employee development process and staff training programs 
the training programs  need to be advised by a proper training need assessment.   For the 
process to be able to identify the necessary variance between performance expected and 
existing performance a clear measures of employees’ ability and the desired performance 
needs to be established at individual organization level. 
 
Career developments include a wide range of approach all geared towards improving 
performance in the organization through various ways that make the employees better in 
delivering on their work. In another survey to evaluating the challenges of TNA in small 
and medium industry as an important process for training in India, Mettler and Rohner 
(2012) established that while TNA provide accurate establishment of the ones, needs 
training requirements , sometimes training is not the best solution for career development, 
and it is virtually never the only solution and therefore a holistic approach is necessary. 
The study further advised that some performance gaps can be minimized or eradicated 
through other management approaches that may include communicating what the 
company expects, providing an enabling work environment, and identifying job fit. These 
initiatives are also required if the skills required  is to result in sustained new behaviors 
required to attain new performance levels, for an individual, an occupation, or an entire 
organization though individual organizations needs to carry out their own TNA. 
 
Implementation of employees’ career development programs should include a well 
deliberated TNA for better gains. Logan and David (2011) on the importance of TNA 
surveys pointed out that it helps in gathering information to establish what training needs 
to be developed to assist employees and the companies achieve their goals and objectives 
but admitted that while the survey helps in the evaluation that looks at staff and company 
knowledge, skills, and abilities, to establish any gaps or areas of need it does not consider 
the implementation process, practicability and the resource availability.  
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Though some training need assessment surveys are sometimes expensive and hard to 
achieve their importance cannot be ignored. Nielsen (2014) on the cost associated TNA 
process in small organizations through a process cost assessment method proposed that 
such evaluations can be conducted by managers who are able to evaluate their staff and 
make proposals for training based on performance issues or gaps between performance 
and objectives. The study also proposed that this evaluation can be done on an 
organization-wide level by Training and Development managers who can perform an 
observation on the company to establish the needs though did not consider the managers 
ability to conduct a good TNA.  
2.2.3 Financial resources and implementation of career development programmes 
Employee career growth might come with its own challenges and vary from one 
organization to another depending on the requirement for implementation .A survey on 
16 five star hotels by Gregory (2012) to evaluate the hindrance to employee training for 
hotels service industry in Europe, that though training is a important chance to increase 
the knowledge base of all the organization staff, most organizations find the development 
opportunities expensive (Murrey and Cole, 2011). Staff on training also loose out on 
work time while attending training lessons that could affect the completion of projects.  
Many companies especially the small and medium enterprises find themselves in difficult 
positions with many of them  not being able to implement employee career development 
decisions suggested by either the human resource department or the various functional 
departments in the organization. Yuen and Kee (2014) while carrying out an industry 
evaluative study on the need for proper resource allocation for staff development for 
manufacturing companies in Singapore established that despite the possible challenges, 
training and growth provides both the organization as a whole and each staffs with 
benefits that make the cost and time a worthwhile investment though the scope of the 
survey was limited to the manufacturing companies. 
Gerrish (2015) through a survey while evaluated the effects of staff training and 
employees performance in leather manufacturing companies in Malaysia established that 
employee development program that includes training and skills development allows the 
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staff to strengthen their skills that individual staff requires to improve while on the other 
hand bringing all staff to a higher level so they all have same skills and knowledge. On 
the other hand Cole. (2014) advised that there is need for organizations to set aside 
resources for implementing training and staff development proposal. This cannot be 
overemphasized given that it helps reduce any soft links within the organization that 
depend to a large extent on others to complete basic duties.  
Another study by Brawley (2013) on the relationship between training and employees 
capacity in performing their duties admitted that training can increase the staffs 
confidence because the employees have a deep knowledge of the industry and the 
expectations of their job and therefore it is necessary for the organization to set aside 
enough financial resources to implement the training and the employees’ development 
programs. Nielsen (2014) also observed that this employee’s confidence may push one to 
perform even better and innovate new ways that can help them achieve even higher levels 
of performance. 
 
In another survey by Latham (2010) to evaluate the role of top management in employee 
career development in the hotel industry in Dubai established that though continuous staff 
development through training ands skills development also ensures that the company 
employees are on the cutting edge of industry developments, most companies in the 
service industry do not allocate enough budget to equip the staff with the modern skills in 
the ever changing industry dynamics. Though companies do not allocate enough funds 
for staff training, employees who are more skilled and are responsive to the varied 
industry standards enables the organization to maintain a position as a leader and 
competitive player in the industry (Evans, 2015). 
 
2.2.4 Performance Management and implementation of career development 
programmes 
Performance management can be defined as the activities, tools, processes, and programs 
that organizations create or apply to manage the performance of individual staff, teams, 
departments, and other company units within their company influence (McSween, 2013). 
On the other hand, performance appraisal can be defined as the act of appraising or 
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evaluating performance during a given performance period to establish how best the 
company staff, a vendor or a company unit has performed compared to the set out 
objectives or goals, and this is only one of many important activities within the overall 
idea of performance management. 
There is need for proper establishment of the employees’ performance ability before a 
program to develop their career is drawn. An evaluative study done by Simonsen (2016) 
on the relation between performance appraisal and setting of training development 
programs for the Australian ten leading communication companies advised that the 
objective of managing performance is to ensure that each staff to find out how well they 
had performed relative to performance targets or key performance indicators during a 
specific performance period from their supervisors and managers. 
In a study on the benefits of training and development for individual employee 
development planning in public service in developing countries, Lorraine (2015) found 
out that there is need to pick the best and effective development initiative  to improve 
staffs' knowledge, skills and behavior, as factual basis for compensation and rewards that 
ensures that increase in pay and bonuses are being properly managed as factual basis in 
consideration with other factors for mobility of staff that include staff transfers and 
promotions. While the study proposed appropriate development programs to improve 
staffs' knowledge, skills and behavior, as factual basis for compensation and rewards, the 
study was not specific on what interventions needed to be considered. 
A study by Liden and Bravo (2011) to assess the role of supervisors in selection of 
employee training programs for retail industry in Australia established that some cases 
the supervisors may wrongly focus all of their resources totally on rating and ranking the 
human resource, doling out promotions or terminating the staff as need be other than 
critically establishing the skill gaps for training. According to the study while these steps 
are crucial element of performance management, they are not enough in the long run. In 
the first place, the staff is left feeling as though their company has neglected their 
personal career needs. Another study done by Bee (2012) on the effects of employee 
development and staff turnover  in communication companies that evaluated three  
leading communication companies in Africa, found out that luck of organization support 
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of employee development ultimately leads to higher employee turnover and makes it 
difficult for an organization to retain top quality talent. While the study stressed on the 
need of training to reduce on the staff turnover the study did not consider the cost 
implication of training. 
One area of more concern for performance management is a large and growing number of 
staff whose careers have attained the half way marker. For many staff, this is an 
important moment for climbing up a few more steps on the corporate ladder. In another 
related study by  Evans (2015) evaluated the mismatch between performance 
management and employees skill development of Medium Enterprises in Peru established 
that the lack of gaping of encouraging  organizational structures present in many small 
business environments kills the career momentum for these workforce just when it should 
be moving right along with the fear being that after screeching to a halt, this significant 
human resource loses ambition and is left feeling worthless in the human resource. The 
study though very effective in evaluating the levels of mismatch did not identify the 
causes of these mismatches in order to improve the skill development in the industry and 
may need a case to case study for individual organizations. 
 
Another survey by Al-Dabbagh (2012) on career growth as part of a performance 
management initiative for financial institutions in Ethiopia establish that employees want 
to work hard and develop their careers, but retaliated that  they need to be motivated 
which does not exist  in most companies. Though the study advices that by making the 
organization have increased productivity a shared goal between the company  and the 
staff, then positive performance will be achieved on both side a deeper understanding of 
the required results is necessary. On the other hand though the study emphasizes on 
employee wish for training it has not highlighted that training in itself is an incentive. 
 
2.6 Summery and Research Gap 
Implementation of Career development programs has become a problem in most 
organization   as there is scarcity of data for identifying the ever-changing growth needs 
relevant to specific sectors of the economy, lack of resource and support from the top 
management in many organizations. This has led to a mismatch between skills offered 
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and the skills needed in the organization for the employees to deliver on the goals and 
objectives of the said organizations. 
 
While Gilbert (2011) advices that the HR department  should involve the organizations 
highest management level and advised that senior management need to pilot the career 
development process, participate in career discussions, and set their own development 
,the study failed to clarify what role the top management has in career development. 
Cokins (2009) as much stressed on the need for TNA for skills improvement the study 
failed to emphasize on the need for the process to be able to identify the right gap 
between performance required and current performance a clear measures of employees 
did not consider the ability and the desired performance needs to be established at 
individual organization level. 
 
Nielsen (2014) while proposing  that the TNA analysis can be performed on an compay-
wide level by Training and Development managers who survey the company to identify 
needs though did not consider the managers ability to conduct a good TNA. On the other 
hand as much as Latham (2010) stresses that continuous employee development through 
training ands skills development also keeps the company employees on the cutting edge 
of industry developments most companies have not considered the cost implication of 
staff training at individual level and at functional levels. 
 
Lack of training may bring some sense of discontentment among the staff but as much as 
Bee (2012) stressed on the need of training to reduce on the staff turnover the study did 
not consider the cost implication of training. Another study by Lorraine (2015)proposed 
appropriate growth programs to improve the staffs' knowledge, skills and behavior, as 
factual basis for compensation and rewards, the study was not specific on what 
interventions needed to be considered. 
 
While Evans (2015) states that  the difference absence of motivating organizational 
structures present in many small business environments kills the career momentum for 
these people just when it should be moving right along with the fear being that after 
screeching to a halt, this significant population loses ambition and is left feeling 
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worthless in the workforce, the study though very effective in evaluating the levels of 
mismatch did not identify the causes of these mismatches in order to improve the skill 
development in the industry and may need a case to case study for individual 
organizations. On the other hand as much as Al-Dabbagh (2012) states that the staff 
wants to work hard and develop their careers, but retaliated that they must be given the 
right incentive which is lacking in most organizations but the study has not highlighted 
that training in itself is an incentive. 
 
While studies have been done on general human resource development more studies need 
to be done to identify the real factors affecting the implementation of career development 
programs in private sector in Kenya. The increased staff incompetence, luck of the 
required skills and staff turnover due to luck of staff career development in private 
companies needs to be addressed. The choice of the IET provides ideas of fair inclusion 
and sectorial representativeness which is a key ingredient towards universal theory 
formation. Based on proposed design and methodology it is highly anticipated that this 
study will induce a renewable debate in knowledge and further research on the factors 
affecting the implementation of career development programs in private sector in Kenya 
2.4 Conceptual Framework 
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2.5 Operationalization of Research Variables 
Parameters               Independent Variables          Dependent Variable 
   
  
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
Figure 2.2 Operational Framework 
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activities can be built on. This will then provide guideline on the training required by 
employees to meet the basic skill needs for the various jobs. It is therefore it is expected 
of the organizations to provide the appropriate resources and an environment that 
encourages the growth, career development needs of the each staff. 
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2.5.2 Training Needs Assessment 
Training needs assessment relates to career development because employees are expected 
to identify learning needs in the area of specialization. Goals and tasks must be developed 
in line with expectations needed to be derived from the career development. The training 
need is any shortfall in terms of staff knowledge, understanding, skills and attitudes 
against what is required by the job or the requirements of the firms change. The data 
obtained this way enables the training employees to gather a comprehensive knowledge 
of the areas of current and potential shortfall in requirements and this has to be addressed 
by the policies and procedures for training within their organization. 
 
2.5.3 Financial Resources 
Career growth can be approached as a cost or as an investment in human capital which 
has an aim sustaining expenses realized while supporting career development needs. In 
most cases resources for training and career development is removed from organizational 
budgets prior to other items because the benefits of career development are difficult to 
quantify and predict. This approach allows companies to measure career development as 
a general investment in the organization's overall growth, similar to the investment in 
research and development. 
 
2.3.4 Performance Management 
Conducting a process of performance management presents a perfect job opportunity to 
establish career growth requirement. At times of planning and monitoring of work, 
challenges in performance become obvious and can be addressed. Areas for improving 
the existing performance also stand out, and action can be taken to assist successful staff 
improve even further, staff development is a joint, on-going effort on the part of an 
employee and the organization for which he or she works. 
 
2.3.5 Implementation of Career Development Programs 
Career development programs activities are meant to improve performance, 
unfortunately, in many cases career development programs initiatives fail in this respect 
because they are directed at problems that without good motive and improperly identified 
(Mayne, 2010).  A study by Lytle, et al (2009) on a paradigm for confirmatory cross-
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cultural research in organizational behavior found that since the point of both career 
development programs is to improve skills of the staff and ultimately performance, it 
makes sense to use them together, so that the performance management process ends up 
indicating the kind of career development programs that will be most effective in any 
given situation.  
 
2.6 Chapter Summary  
The chapter has reviewed various contributions from the authors. This chapter constitutes 
a review of relevant literature which is considered necessary in helping to understand the 
research study. It addresses theoretical literature, empirical review and the conceptual 
framework. Literature review is a systematic process of identifying, locating and 
analyzing of documents containing information relating to the proposed research problem 
being investigated. 
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CHAPTER THREE 
RESEARCH DESIGN AND METHODOLOGY 
3.0 Introduction 
This chapter comprises of methodology that was used to carry out the complete study. 
This includes research design, target population, sampling design, data collection 
techniques and data analysis and presentation.  
 
3.1 Research Design 
This study adopted descriptive research design. According to Lyon (2007), the term 
descriptive research decribes the type of research question, design, and data analysis that 
is applied to a given topic. Descriptive design helps to determine what exists which 
consequently determines cause and effect. In this design the type of question asked by the 
researcher ultimately determine the type of approach necessary to complete an accurate 
assessment of the issue under investigation. Descriptive studies are basically concerned 
with establishing ―what is," might be applied to investigate research questions.  Cooper 
and Schindler (2011) explain that the main goal of this type of research is to describe the 
data and characteristics about what is being studied. Thus, the concept behind this kind of 
research is to study frequencies, averages, and other statistical calculations. 
 
3.2 Target Population  
Target population is the totality of elements that has one or more characteristics in 
common Williamson (2001). This study involved the senior management staff, head of 
departments and supervisory and operations staff of IET Electrical Company Limited. 
The target populations were 54 employees as shown on the table 3.1. 
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Table 3.1 Target Population 
Category Target Population Percentage 
Senior Management  4 7 
Head of departments  8 15 
Supervisory and Operations (staff) 42 78 
Total 54 100 
 
Source: IET Electrical Company Limited (2017) 
 
3.3 Sample and Sampling Technique 
In a census design the researcher does not select a sample representation of the 
population but looks at the whole universe (Orodho and Kombo, 2012). While Holborn 
and Langley, (2005) notes that a census is considered as the opposite of a sample as its 
enables the study of the total number of units rather than a fraction in a given population. 
However, on the other hand population censuses rely on a sampling frame to count the 
population.  
 
Considering that the target population is a manageable number, the researcher involved 
the entire staff in the organization being 54 staff. Glen (2003) asserts that the 
fundamental premise of a census is that the universe is not known to the researcher but a 
new estimate is to be derived from the analysis of primary data.  
 
3.4 Data Collection Methods 
According to Mugenda and Mugenda (2003) a questionnaire is a series of questions 
asked to a respondent to collect statistically relevant information on an issue of concern 
to the researcher.  In many cases questionnaire consists of a number of questions that an 
individual has to respond to in a given a set of format.  The researcher used 
questionnaires as the basic data collection instrument because as Mugenda and Mugenda 
(2003) puts it, it is relatively cheap and easy to administer, easier to analyze while using 
25 
 
Closed-ended questions. The response options for a closed-ended question were 
exhaustive and mutually exclusive.   
 
3.5 Pilot Study 
The study performed a pilot study to establish the validity and reliability of the data 
collection tool, pilot test is necessary for the validity of a study (Mugenda, 2003). The 
pilot test was conducted using questionnaires administered to the respondents selected to 
represent the target population and constituted one respondent from each of the targeted 
stratus and will include 1: Senior Management, 1: Supervisory and Operations (staff) and 
1: Head of departments. The pilot was undertaken to pretest data collection instrument for 
validity and reliability. Orodho (2003), stresses that a pilot study is necessary for testing 
the reliability of data collection instruments. In a heterogeneous population the testing of 
the study instruments should include representation of all the different units in the 
population (Coopers and Schindler, 2006)  
 
3.5.1 Validity  
Validity can be defined as the extent to which an instrument measures what it is supposed 
to measure and performs as it is designed to perform. It is rare, if nearly impossible, that 
an instrument be 100% valid, so validity is generally measured in degrees (Bray and 
Maxwell, 2010). In this study it involved the validation involves collecting and analyzing 
data to assess the accuracy of an instrument. Langley (2014), states that there are 
numerous statistical tests and measures to assess the validity of quantitative instruments, 
which generally involves pilot testing. Kerlinger (2006) argues that validity of an 
instrument is demonstrated when that instrument performs its designed purpose. This 
study instruments was availed to selected experienced researchers and lecturers to 
confirm validity of questions set for data collection. 
 
3.5.2 Reliability  
The reliability of data collection instruments was determined from the pilot study where 
the research questionnaire was the most suitable in data collection. It was important to 
note the challenges that are likely to be faced by the respondents in pilot study and the 
kind of information they were to provide. Where the information was relevant and no 
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questions are left because it is ambiguous then the instruments and the research design 
was considered to be reliable. Therefore through Parallel Forms Reliability test whether 
similar questions on the same item will have similar or near identical responses to make 
sure that all questions relating to a particular item are being read as equal by the same 
sample, and thus generating similar results. The researcher then reviewed and adjusts the 
questionnaires based on the comments by the pilot respondents.  
 
3.6 Data Analysis and Presentation 
The data was then presented using various statistical tools such as tables, percentage and 
figures. The data collected was through the questionnaires and was edited and coded for 
analysis. It will be analyzed quantitatively and qualitatively. Quantitative data will 
analyzed through the use of descriptive statistics. Tables, charts and percentages wa used 
for data presentation through the help of Microsoft Excel package. Qualitative data will 
was analyzed through content analysis. 
 
3.7 Ethical Considerations 
3.7.1 Informed Consent 
The researcher approached the organizations with an introduction letter from the 
Management University Africa. The nature of information required for this study is 
considered sensitive, thus the researcher will treat all information with utmost 
confidentiality and use it solely for this study. There will be need to strive and ensure 
honesty in analyzing and reporting the data that will be collected.  
 
3.7.2 Voluntary Participation 
The researcher ensured that during selection of respondents to participate in the study, it 
will be on a voluntary basis and no respondent was coerced to participate in this research 
without making up their own decision to participate. These ensured only respondents 
with a willing heart were engaged during data collection.  
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3.7.3 Confidentiality 
The researcher also ensured that all the confidential information generated from the 
respondents was kept privately by ensuring that no information was shared to other 
parties not relevant to this research exercise.  
 
 
3.7.4 Anonymity 
To ensure anonymity is observed, the researcher used questionnaires that did not prompt 
the respondents from disclosing their entity. Therefore, it guaranteed total privacy for all 
the respondents that participated in the research exercise. 
 
3.8 Chapter Summary 
This chapter provides the research design detailing how the data was sought. The chapter 
further presents the population, sample and sampling technique, instruments validity and 
reliability test, data collection procedures, data analysis methods and ethical 
considerations.  
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CHAPTER FOUR 
DATA ANALYSIS AND PRESENTATION 
4.0   Introduction 
The purpose of this study was to find out the factors affecting implementation of training 
and development programmes in organizations at IET Electrical Company, Head Offices, 
Nairobi. This chapter therefore presents results and discussions of the study from the data 
collected from the questionnaires; whereby the researcher sorted views and opinions on 
the factors affecting implementation of training and development programmes in 
organizations at IET Electrical Company, Head Offices, Nairobi. 
The chapter presents the findings in frequency tables, percentages and graphs with clear 
discussions of each finding. 
4.1 Presentation of the Genera Findings 
4.1.1 Response Rate 
The researcher prepared and issued out 54 questionnaires to the respondents who include 
employees of the company and the response was as follows; 
Table 4.1   Response Rate 
Category Frequency Percentage 
Responded Senior Management 3 88 
Head of departments 6 
Supervisory and 
Operations (staff) 
39 
Did not respond                                6 12 
Total                                1354 100 
Source:  IET Electrical Company (2018) 
The table 4.1, show that out of 54 respondents who were sent questionnaires and 
participated in the study and 88.0% responded while 12.0% did not respond. Out of the 
48 respondents who participated in the study, 6% were from Senior Management, 12% of 
the respondents who participated in the study were departmental heads while the 
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remaining 82% of the respondents who participated in the study were either Supervisory 
or Operations (staff) in the organization. The findings of the study shows that most of the 
respondents who participated in the study were either Supervisory or  Operations (staff) 
in the organization .The findings of the study shows that the study was well participated, 
as asserted by Coopers and Schindler,(2006) that  more than 60% .participation is 
acceptable on a heterogeneous population.  
4.1.2 Gender of the Respondents 
The researcher had sought to establish the gender of the respondents as this could have 
established the gender that responded more to the study and the response was as follows 
and is shown below; 
 
Figure 4.1 Gender 
The table above shows that 66.7% of the respondents were male while 33.3% of the total 
respondents were female. The findings of the study show that most of the respondents 
were male given that most of the work done by the organization is physical and therefore 
the need for male staff to perform the duties.. 
4.1.3   Highest Education Level 
The researcher had sought to establish the highest education level of the respondents as 
this could have established the education level of the respondents who responded to the 
study and the response was as follows and is shown below 
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Figure 4.2 Highest Education Level 
The figure above show that 33.3% of respondents held Secondary School level of 
education, 50.0%had gone to college and had Certificates in different fields while 31.3% 
had University Degrees and above in different areas of specialization. The findings of the 
study indicate that 31.3% of the respondents had college certificates in different areas.  
4.1.4 Response on whether managers foster a climate conducive to learning, support 
the Career development initiatives 
 
Figure 4.3 Whether managers foster a climate conducive to learning, support the 
Career development initiatives. 
The finding of the study shows that 41.7% of the respondents strongly agree that 
managers foster a climate conducive to learning, support the Career development 
initiatives, 25.0% of the respondents disagree that managers foster a climate conducive to 
31 
 
learning, support the Career development initiatives while 16.7% of the respondents had 
no idea whether managers foster a climate conducive to learning, support the Career 
development initiatives another 8.3% of the respondents either disagreed  or  strongly 
disagreed  that managers foster a climate conducive to learning, support the Career 
development initiatives. 
 
4.1.5 Response on whether senior members and managers are supportive and 
engaged in the employee career development program planning.  
The study sought to establish whether senior members and managers are supportive and 
engaged in the employee career development program planning and the response was as 
follows in table 4.5. 
Table 4.5 Whether senior members and managers are supportive and engaged in 
the employee career development program planning. 
 Frequency Percent 
Valid 
Percent 
Cumulative 
Percent 
Valid Strongly Agree 16 33.3 33.3 33.3 
Agree 24 50.0 50.0 83.3 
No Idea 4 8.3 8.3 91.7 
Disagree 2 4.2 4.2 95.8 
Strongly Disagree 2 4.2 4.2 100.0 
Total 48 100.0 100.0  
Source:  IET Electrical Company (2018) 
The finding of the study shows that 33.3% of the respondents strongly agreed that senior 
members and managers are supportive and engaged in the employee career development 
program planning, 50% of the respondents agreed that senior members and managers are 
supportive and engaged in the employee career development program planning  while 
8.3%  of the respondents  had no idea whether senior members and managers are 
supportive and engaged in the employee career development program planning with 
another  4.2% of the respondents either disagreeing or strongly disagreeing  that senior 
members and managers are supportive and engaged in the employee career development 
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program planning. This means that the senior management in the organization support the 
employee career development programs. 
 
4.1.6 Response on whether management support encompasses looking for learning 
opportunities in every-day activity. 
The study sought to establish whether Management support encompasses looking for 
learning opportunities in every-day activity and the response was as follows. 
 
Figure 4.6 Response on whether management support encompasses looking for 
learning opportunities in every-day activity. 
The finding of the study shows that 20.8% of the respondents strongly disagree that 
Management support encompasses looking for learning opportunities in every-day 
activity, 50% of the respondents agree management support encompasses looking for 
learning opportunities in every-day activity, 8.3% of the respondents had no idea whether 
management support encompasses looking for learning opportunities in every-day 
activity  while 12.5%  of the respondents  disagree that management support 
encompasses looking for learning opportunities in every-day activity another  8.3% of the 
respondents strongly disagree that management support encompasses looking for learning 
opportunities in every-day activity and therefore it can be concluded that senior 
management help in looking for learning opportunities in every-day activity in order to 
develop their employee. 
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4.1.7 Response on whether career development is a shared responsibility of 
management and the individual employee.  
The study sought to establish whether career development is a shared responsibility of 
management and the individual employee and response was as follows in table 4.7. 
Table 4.7 Response on whether career development is a shared responsibility of 
management and the individual employee 
 Frequency Percent 
Valid 
Percent 
Cumulative 
Percent 
Valid Strongly Agree 16 33.3 33.3 33.3 
Agree 26 54.2 54.2 87.5 
No Idea 2 4.2 4.2 91.7 
Disagree 2 4.2 4.2 95.8 
Strongly Disagree 2 4.2 4.2 100.0 
Total 48 100.0 100.0  
Source:  IET Electrical Company (2018) 
The finding of the study shows that 33.3% of the respondents strongly agree that career 
development is a shared responsibility of management and the individual employee, 
54.2% of the respondents agree that career development is a shared responsibility of 
management and the individual employee, 4.2% of the respondents had no idea whether 
career development is a shared responsibility of management and the individual 
employee while 4.2%  of the respondents  disagree that career development is a shared 
responsibility of management and the individual employee another  4.2% of the 
respondents strongly disagree that career development is a shared responsibility of 
management and the individual employee. This means that the management and the 
employees share responsibility when it compare to employees career development. 
4.1.8 Response on whether assessment always commences with consultation to 
identify the learning needs of the employees considered, followed by course 
planning.  
The study sought to establish whether assessment always commences with consultation 
to identify the learning needs of the employees considered, followed by course planning. 
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Figure  4.8 Response on whether assessment always commences with consultation to 
identify the learning needs of the employees considered, followed by course planning 
The finding of the study shows that 37.5% of the respondents strongly agree that 
assessment always commences with consultation to identify the learning needs of the 
employees considered, followed by course planning, 50% of the respondents agree that 
assessment always commences with consultation to identify the learning needs of the 
employees considered, followed by course planning, 4.2% of the respondents either 
disagreed , strongly disagreed or had no idea that assessment always commences with 
consultation to identify the learning needs of the employees considered, followed by 
course planning .This means that proper employee career development is done in the 
organization and includes proper assessment always commences with consultation to 
identify the learning needs of the employees considered, followed by course planning. 
4.1.9 Response on whether the career development gap is assessed by a comparison 
between the goals and tasks undertaken by the individuals and the existing training  
The study sought to establish whether the career development gap is assessed by a 
comparison between the goals and tasks undertaken by the individuals and the existing 
training and the response was as follows. 
Table 4.9 Response on whether the career development gap is assessed by a 
comparison between the goals and tasks undertaken by the individuals and the 
existing training. 
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 Frequency Percent Valid Percent 
Cumulativ
e Percent 
Valid Strongly Agree 12 25.0 25.0 25.0 
Agree 16 33.3 33.3 58.3 
No Idea 8 16.7 16.7 75.0 
Disagree 8 16.7 16.7 91.7 
Strongly Disagree 4 8.3 8.3 100.0 
Total 48 100.0 100.0  
Source:  IET Electrical Company (2018) 
 
The finding of the study shows that 25% of the respondents strongly agree that the career 
development gap is assessed by a comparison between the goals and tasks undertaken by 
the individuals and the existing training, 33.3% of the respondents agree that the career 
development gap is assessed by a comparison between the goals and tasks undertaken by 
the individuals and the existing training., 16.7% of the respondents had no idea whether 
or disagreed that the career development gap is assessed by a comparison between the 
goals and tasks undertaken by the individuals and the existing training while another  
8.3% of the respondents strongly disagree that the career development gap is assessed by 
a comparison between the goals and tasks undertaken by the individuals and the existing 
training. This therefore indicates that at EIT career development gap is assessed by a 
comparison between the goals and tasks undertaken by the individuals and the existing 
training 
 
4.1.10 Response on whether TNA should always be performed where new 
development in policy and procedures is deemed to have taken place.   
The study sought to establish whether TNA should always be performed where new 
development in policy and procedures is deemed to have taken place and the response 
was as follows. 
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Figure 4.10 Response on whether TNA should always be performed where new 
development in policy and procedures is deemed to have taken place 
The finding of the study shows that 29.2% of the respondents strongly agree that TNA 
should always be performed where new development in policy and procedures is deemed 
to have taken place, 41.7% of the respondents agree that TNA should always be 
performed where new development in policy and procedures is deemed to have taken 
place, 16.7% of the respondents had no idea whether that TNA should always be 
performed where new development in policy and procedures is deemed to have taken 
place while 8.3%  of the respondents  disagree that TNA should always be performed 
where new development in policy and procedures is deemed to have taken place another  
4.2% of the respondents strongly disagree that TNA should always be performed where 
new development in policy and procedures is deemed to have taken place. It is there 
important that for effective employee career development TNA should always be 
performed where new development in policy and procedures is deemed to have taken 
place 
4.1.11 Response on whether TNA specifies what behaviors or skills will be affected 
and how they relate to the strategic mission of the organization.  
The study sought to establish whether TNA specifies what behaviors or skills will be 
affected and how they relate to the strategic mission of the organization and the response 
was as follows. 
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Table 4.11 Response on whether TNA specifies what behaviors or skills will be 
affected and how they relate to the strategic mission of the organization. 
 Frequency Percent Valid Percent 
Cumulative 
Percent 
Valid Strongly Agree 16 33.3 33.3 33.3 
Agree 20 41.7 41.7 75.0 
No Idea 8 16.7 16.7 91.7 
Disagree 4 8.3 8.3 100.0 
Total 48 100.0 100.0  
Source:  IET Electrical Company (2018) 
The finding of the study shows that 33.3% of the respondents strongly agree that TNA 
specifies what behaviors or skills will be affected and how they relate to the strategic 
mission of the organization, 41.7% of the respondents agree that TNA specifies what 
behaviors or skills will be affected and how they relate to the strategic mission of the 
organization, 16.7% of the respondents had no idea whether that TNA specifies what 
behaviors or skills will be affected and how they relate to the strategic mission of the 
organization while 8.3%  of the respondents  disagree that TNA specifies what behaviors 
or skills will be affected and how they relate to the strategic mission of the organization. 
It can therefore be concluded that TNA specifies what behaviors or skills will be affected 
and how they relate to the strategic mission of the organization 
4.1.12 Response on whether career development is additional expenditure and waste 
of time and not in the organization’s priority list.  
The study sought to establish whether career development is additional expenditure and 
waste of time and not in the organization’s priority list and the response was as follows. 
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Figure 4.12 Response on whether career development is additional expenditure and 
waste of time and not in the organization’s priority list 
The finding of the study shows that 29.2% of the respondents strongly agree that career 
development is additional expenditure and waste of time and not in the organization’s 
priority list, 41.7% of the respondents agree career development is additional expenditure 
and waste of time and not in the organization’s priority list, 12.5% of the respondents had 
no idea whether career development is additional expenditure and waste of time and not 
in the organization’s priority list while 12.5%  of the respondents  disagree that career 
development is additional expenditure and waste of time and not in the organization’s 
priority list  another  4.2% of the respondents strongly disagree that career development 
is additional expenditure and waste of time and is not in the organization’s priority list. In 
the organization career development is considered as an additional expenditure and waste 
of time and not in the organization’s priority list 
4.1.13 Response on whether career development can be approached as a cost or as 
an investment in human resources  
The study sought to establish whether career development can be approached as a cost or 
as an investment in human resources school and the response was as follows. 
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Table 4.13 Response on whether career development can be approached as a cost or 
as an investment in human resources. 
 Frequency Percent Valid Percent 
Cumulative 
Percent 
Valid Strongly Agree 18 37.5 37.5 37.5 
Agree 18 37.5 37.5 75.0 
No Idea 6 12.5 12.5 87.5 
Disagree 4 8.3 8.3 95.8 
Strongly Disagree 2 4.2 4.2 100.0 
Total 48 100.0 100.0  
Source:  IET Electrical Company (2018) 
The finding of the study shows that 37.5% of the respondents strongly agree that career 
development can be approached as a cost or as an investment in human resources school, 
37.5% of the respondents career development can be approached as a cost or as an 
investment in human resources school, 12.5% of the respondents had no idea whether 
career development can be approached as a cost or as an investment in human resources 
school while 8.3%  of the respondents  disagree that career development can be 
approached as a cost or as an investment in human resources school another  4.2% of the 
respondents strongly disagree that career development can be approached as a cost or as 
an investment in human resources .It can be concluded that career development in the 
organization can be approached as a cost or as an investment in human resources school. 
4.1.14 Response on whether benefits of career development are difficult to quantify 
and predict hence eliminated from organizational budgets. 
The study sought to establish whether benefits of career development are difficult to 
quantify and predict hence eliminated from organizational budgets and the response was 
as follows 
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Figure 4.14 Response on whether benefits of career development are difficult to 
quantify and predict hence eliminated from organizational budgets. 
The finding of the study shows that 41.7% of the respondents strongly agree that benefits 
of career development are difficult to quantify and predict hence eliminated from 
organizational budgets, 25% of the respondents disagree that benefits of career 
development are difficult to quantify and predict hence eliminated from organizational 
budgets, 16.7% of the respondents had no idea whether benefits of career development 
are difficult to quantify and predict hence eliminated from organizational budgets while 
8.3% of the respondents disagree that Draught affects school attendance another  8.3% of 
the respondents strongly disagree that benefits of career development are difficult to 
quantify and predict hence eliminated from organizational budgets. 
4.1.15 Response on whether attempt to develop a solid career development program 
usually fail because of financial constraints and not stability. 
The study sought to establish whether attempt to develop a solid career development 
program usually fail because of financial constraints and not stability and the response 
was as follows. 
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Table 4.15 Response on whether attempt to develop a solid career development 
program usually fail because of financial constraints and not stability 
 Frequency Percent 
Valid 
Percent 
Cumulative 
Percent 
Valid Strongly Agree 28 58.3 58.3 58.3 
Agree 10 20.8 20.8 79.2 
No Idea 4 8.3 8.3 87.5 
Disagree 4 8.3 8.3 95.8 
Strongly Disagree 4 4.2 4.2 100.0 
Total 48 100.0 100.0  
Source:  IET Electrical Company (2018) 
The finding of the study shows that 58.3% of the respondents strongly agree that attempt 
to develop a solid career development program usually fail because of financial 
constraints and not stability, 20.8% of the respondents agree that attempt to develop a 
solid career development program usually fail because of financial constraints and not 
stability, 8.3% of the respondents had no idea whether attempt to develop a solid career 
development program usually fail because of financial constraints and not stability while 
8.3%  of the respondents  disagree that attempt to develop a solid career development 
program usually fail because of financial constraints and not stability another  4.2% of 
the respondents strongly disagree that attempt to develop a solid career development 
program usually fail because of financial constraints and not stability. 
4.1.16 Response on whether employee development programs culminate to creation 
of job opportunities that improves organizational performance. 
The study sought to establish whether employee development programs culminate to 
creation of job opportunities that improves organizational performance and the following 
were the responses. 
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Figure 4.16 Response on whether employee development programs culminate to 
creation of job opportunities that improves organizational performance. 
The finding of the study shows that 33.3% of the respondents strongly agree that 
employee development programs culminate to creation of job opportunities that improves 
organizational performance, 54.2% of the respondents agree that employee development 
programs culminate to creation of job opportunities that improves organizational 
performance, 4.2% of the respondents had no idea ,disagreed or strongly disagreed that 
employee development programs culminate to creation of job opportunities that improves 
organizational performance  
4.1.17 Response on whether a more highly-skilled workforce can accomplish more 
as employees gain in experience and knowledge. 
The study sought to establish whether a more highly-skilled workforce can accomplish 
more as employees gain in experience and knowledge and the response was as follows. 
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Table 4.17 Response on whether a more highly-skilled workforce can accomplish 
more as employees gain in experience and knowledge 
 Frequency Percent Valid Percent 
Cumulativ
e Percent 
Valid Strongly Agree 28 58.3 58.3 58.3 
Agree 12 25.0 25.0 83.3 
No Idea 4 8.3 8.3 91.7 
Disagree 2 4.2 4.2 95.8 
Strongly Disagree 2 4.2 4.2 100.0 
Total 48 100.0 100.0  
Source:  IET Electrical Company (2018) 
The finding of the study shows that 58.3% of the respondents strongly agree that a more 
highly-skilled workforce can accomplish more as employees gain in experience and 
knowledge, 25% of the respondents agree that a more highly-skilled workforce can 
accomplish more as employees gain in experience and knowledge, 8.3% of the 
respondents had no idea whether a more highly-skilled workforce can accomplish more 
as employees gain in experience and knowledge while 4.2%  of the respondents  disagree 
that a more highly-skilled workforce can accomplish more as employees gain in 
experience and knowledge another  4.2% of the respondents strongly disagree that a more 
highly-skilled workforce can accomplish more as employees gain in experience and 
knowledge. Through employees career development the employees gain in experience 
and knowledge. 
4.1.18 Response on whether managing employee performance is key driver for 
organizational success trying to adopt a resource centered view of the organization. 
The study sought to establish whether managing employee performance is key driver for 
organizational success trying to adopt a resource centered view of the organization and 
the response was as follows. 
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Figure 4.18 Response on whether managing employee performance is key driver for 
organizational success trying to adopt a resource centered view of the organization 
The finding of the study shows that 62.5% of the respondents strongly agree that 
managing employee performance is key driver for organizational success trying to adopt 
a resource centered view of the organization, 20.8% of the respondents agree that 
managing employee performance is key driver for organizational success trying to adopt 
a resource centered view of the organization, 8.3% of the respondents had no idea 
whether managing employee performance is key driver for organizational success trying 
to adopt a resource centered view of the organization while 4.2%  of the respondents  
either disagreed or strongly disagreed  that managing employee performance is key driver 
for organizational success trying to adopt a resource centered view of the organization. 
Therefore managing employee performance is key driver for organizational success 
trying to adopt a resource centered view of the organization 
4.1.19 Response on whether performance management is achieved by carrying out 
changes from normal company operations that member of the organization 
perceives as normal.       
The study sought to establish whether performance management is achieved by carrying 
out changes from normal company operations that members of the organization perceives 
as normal. 
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Table 4.19 Response on whether performance management is achieved by carrying 
out changes from normal company operations that member of the organization 
perceives as normal.        
 Frequency Percent 
Valid 
Percent 
Cumulative 
Percent 
Valid Strongly agree 28 58.3 58.3 58.3 
Agree 8 16.7 16.7 75.0 
No Idea 4 8.3 8.3 83.3 
disagree 4 8.3 8.3 91.7 
strongly disagree 4 8.3 8.3 100.0 
Total 48 100.0 100.0  
Source:  IET Electrical Company (2018) 
The finding of the study shows that 58.3% of the respondents strongly agree performance 
management is achieved by carrying out changes from normal company operations that 
members of the organization perceives as normal, 16.7% of the respondents agree that 
performance management is achieved by carrying out changes from normal company 
operations that members of the organization perceives as normal, 8.3% of the respondents 
either disagreed ,strongly disagreed or had no idea, whether performance management is 
achieved by carrying out changes from normal company operations that members of the 
organization perceives as normal . It can therefore be concluded that performance 
management is achieved by carrying out changes from normal company operations that 
members of the organization perceives as normal 
4.2 Limitations of the Study 
The study was only be limited to IET Electrical Company, Head Offices and may not 
reflect the activities in other electrical companies and therefore may be difficult to be 
generalized in other electrical or private companies. The researcher had to make the study 
to be as inclusive as possible to reflect the general situations in the implementation of 
career development programmes in private sector in private companies in Kenya. 
 
The study may be faced by rigid and intimidating organization policies where the 
respondents were not free in answering to the questions posed to them. The researcher 
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had to assure the management that the findings of the research was not to be used 
elsewhere and is purely for academic purposes. 
 
There were some respondents who were hostile and unwilling to give the required 
information by the researcher. The researcher had to assure them that the information and 
answers provided  by them  would be  treated with confidentiality and would not be 
leaked to anyone .The researcher also had to be cooperative with them until they 
complete the study. 
 
4.3 Chapter Summery 
The chapter provides the analysis of the study findings and presents them in tables, 
graphs and charts. The findings of the study indicated that there were high levels of 
agreement that management support, training needs assessment, financial resources and 
performance management on implementation of career development programs in IET. 
The chapters also include the chi-square analysis that indicated that there is no 
significance difference in the respondents’ agreement on whether management support 
and financial resources affect the implementation of career development than the 
financial resources programs in IET. 
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SUMMARY OF FINDINGS, CONCLUSIONS AND RECOMMENDATIONS 
5.0 Introduction 
This chapter contains the summary of findings obtained from other respondents, 
conclusions made and recommendations containing the topic of the study.  The 
researcher evaluates the findings and gives recommendations necessary.  In conclusion 
the study contains the findings, recommendations and suggestions for future studies on 
the factors affecting implementation of training and development programmes in 
organizations at IET Electrical Company, Head Offices, Nairobi. 
 
5.1 Summary of the findings  
5.1.1 How does management support affect implementation of career development 
programs in IET? 
The findings of the study indicate that management support affect implementation of 
career development programs in IET where most of the respondents are in agreement in 
various aspects of management support this supported by Rausch and Ayesh (2013) 
where the study while evaluating the significance of senior management planning in 
skills development emphasized that senior management support is an essential element of 
every comprehensive and integrated career development systems. On the other hand 
Margolis (2010) pointed out that active support from senior management is vital to a 
comprehensive and sustainable career development process. 
 
5.1.2 What effects of training needs assessment criteria on the implementation of 
career development programs in IET? 
The findings of the study indicated that training Need Assessment and implementation of 
career development programmes. The findings of the study indicates that training need 
assessment is crucial implementation of career development programmes given that TNA 
specifies what behaviors or skills will be affected and how they relate to the strategic 
mission of the organization This supports the a study by Yuen and Kee (2014) that an 
effective training needs assessment will help direct resources to areas of greatest demand. 
These findings are also supported by Cokins (2009) where the study established that 
organizations decide on the employee development process and staff training programs 
the training programs need to be advised by a proper training need assessment. 
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5.1.3 How do financial resources affect implementation of career development 
programs in IET? 
The findings of the study indicates that career development is additional expenditure and 
waste of time and not in the organization’s priority list ,the respondents career 
development can be approached as a cost or as an investment in human resources school 
that benefits of career development are difficult to quantify and predict hence eliminated 
from organizational budgets. The findings of the study indicates that financial resources 
affect the implementation of career development programmes, this is supported by a 
study by  Yuen and Kee (2014) that the there is need for proper resource allocation for 
staff development and that  despite the potential drawbacks, training and development 
provides both the company as a whole and the individual employees with benefits that 
make the cost and time a worthwhile investment though the scope of the survey was 
limited to the manufacturing companies. While financial resources is crucial in 
employees career development  Latham (2010) indicates that most companies in the 
service industry do not allocate enough budget to equip the staff with the modern skills in 
the ever changing industry dynamics. 
 
5.1.4 To what extent does performance management level affect implementation of 
career development programs in IET? 
The findings of the study indicates that attempt to develop a solid career development 
program usually fail because of financial constraints and not stability and that that a more 
highly-skilled workforce can accomplish more as employees gain in experience and 
knowledge that the employee development programs culminate to creation of job 
opportunities that improves organizational performance. The findings of the study 
indicates that performance management level affect implementation of career 
development programs in IET .Lorraine (2015) found out that there is need to select the 
most appropriate and suitable development intervention to improve employees' 
knowledge, skills and behavior, as factual basis for compensation and rewards that 
ensures that pay raise and bonuses are being properly managed as factual basis in 
consideration with other factors for mobility of staff that include staff transfers and 
promotions. 
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5.2 Conclusion  
The study can conclude that managers foster a climate conducive to learning, support the 
Career development initiatives and that career development is a shared responsibility of 
management and the individual employee while senior members and managers are 
supportive and engaged in the employee career development program planning .The 
study can also conclude that management support encompasses looking for learning 
opportunities in every-day activity. 
 
Training needs assessment criteria affect implementation of career development 
programs in IET given that  assessment always commences with consultation to identify 
the learning needs of the employees considered, followed by course planning and TNA 
should always be performed where new development in policy and procedures is deemed 
to have taken place .The findings of the study also can conclude that TNA specifies what 
behaviors or skills will be affected and how they relate to the strategic mission of the 
organization. Career development gap needs to assessed by a comparison between the 
goals and tasks undertaken by the individuals and the existing training 
 
On whether financial resources affect implementation of career development programs in 
IET, it can be concluded that benefits of career development are difficult to quantify and 
predict hence eliminated from organizational budgets and career development can be 
approached as a cost or as an investment in human resources school. There is also need to 
understand that that career development is additional expenditure and waste of time and 
not in the organization’s priority list.  
 
Last but not least performance management is achieved by carrying out changes from 
normal company operations that members of the organization perceives as normal and 
employee development programs culminate to creation of job opportunities that improves 
organizational performance. The attempt to develop a solid career development the 
program usually fail because of financial constraints and not stability and that that a more 
highly-skilled workforce can accomplish more as employees gain in experience and 
knowledge.  
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There was also almost an equal agreement that management support and financial 
resources affect the implementation of career development than the financial resources 
programs in IET. 
 
5.3 Recommendation 
There is need for the organization managers to foster a climate conducive to learning and 
support the career development initiatives. Career development should be shared 
responsibility of management and the individual employee in any organization. There is 
also need for the TNA to always be performed where new development in policy and 
procedures is deemed to have taken place and specify what behaviors or skills are 
required and relate these to the strategic mission of the organization. 
There is need for organizations to be able to quantify the benefits of career development 
so that they are able to understand how important career development to the organization 
is. There is also need to understand that that career development is additional expenditure 
and waste of time and not in the organization’s priority list. Last but not lease the 
organization needs to allocate enough resources in order to implement the required 
training need and the overall career development plans of the organization that is meant 
to ensure that the staff in the organization are motivated and have the required skills to 
perform their duties.  
 
5.4 Suggestion for Further Studies 
There is need for more studies on the value of career development to the organization. 
There is also need to equate the benefits of career development to financial gains for the 
organization. 
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APPENDIX I: QUESTIONNAIRE 
INSTRUCTIONS:  
Do not write your name on the questionnaire. Please respond to all the questions 
accurately and honestly. Respond by ticking (√) the appropriate spaces and filling the 
spaces that have been provided based on the factors affecting the implementation of 
career development programs in private sector in Kenya on a case study of IET Electrical 
Company, head offices, Nairobi. 
 
SECTION I: BACKGROUND INFORMATION   
1.   Gender 
Male    [      ]   
Female   [      ] 
2.        Work experience 
Below 2 years   [     ]   
2—6 years   [      ] 
7—10 years   [      ]   
Above 11 years  [      ] 
3.     Highest education Level  
Secondary    [      ]   
College   [      ] 
University Level  [      ]   
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SECTION B: MANAGEMENT SUPPORT 
The following rating of choices is based on a scale of 1-5.  The study seeks to establish 
the effect of management support on implementation of career development programs in 
IET. 
The scale: Where 1 - Strongly Agree, 2 - Agree, 3 – No Idea, 4 – Disagree, 5 - Strongly 
Disagree 
Statement SA A N/I D SD 
Managers foster a climate conducive 
to learning, support the Career 
development initiatives 
     
Senior members and managers are 
supportive and engaged in the 
employee career development 
program planning  
     
Management support encompasses 
looking for learning opportunities in 
every-day activity 
     
Career development is a shared 
responsibility of management and 
the individual employee 
     
 
SECTION C: TRAINING NEEDS ASSESSMENT (TNA) 
The following rating of choices is based on a scale of 1-5.  The study seeks to establish 
the effect of training needs assessment on implementation of career development 
programs in IET. 
The scale: Where 1 - Strongly Agree, 2 - Agree, 3 – No Idea, 4 – Disagree, 5 - Strongly 
Disagree 
 
 
56 
 
Statement SA A N/I D SD 
Assessment always commences with 
consultation to identify the learning 
needs of the employees considered, 
followed by course planning. 
     
The Career development gap is 
assessed by a comparison between 
the goals and tasks undertaken by the 
individuals and the existing training 
     
TNA should always be performed 
where new development in policy 
and procedures is deemed to have 
taken place   
     
TNA specifies what behaviors or 
skills will be affected and how they 
relate to the strategic mission of the 
organization 
     
 
SECTION D: FINANCIAL RESOURCES 
The following rating of choices is based on a scale of 1-5.  The study seeks to establish 
the effect of financial resources on implementation of career development programs in 
IET. 
The scale: Where 1 - Strongly Agree, 2 - Agree, 3 – No Idea, 4 – Disagree, 5 - Strongly 
Disagree 
Statement SA A N/I D SD 
Career development is additional 
expenditure and waste of time and 
not in the organization’s priority list 
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 Career development can be 
approached as a cost or as an 
investment in human resources 
     
Benefits of Career development are 
difficult to quantify and predict 
hence eliminated from organizational 
budgets 
     
Attempt to develop a solid Career 
development program usually fail 
because of financial constraints and 
not stability\q 
     
 
SECTION E: PERFORMANCE MANAGEMENT 
The following rating of choices is based on a scale of 1-5.  The study seeks to establish 
the effect of performance management on implementation of career development 
programs in IET. 
The scale: Where 1 - Strongly Agree, 2 - Agree, 3 – No Idea, 4 – Disagree, 5 - Strongly 
Disagree. 
Statement 
S
A
 
A
 
N
/I
 
D
 
S
D
 
Employee development programs 
culminates to creation of job 
opportunities that improves 
organizational performance      
A more highly-skilled workforce can 
accomplish more as employees gain 
in experience and knowledge. 
     
Managing employee performance is 
key driver for organizational success 
trying to adopt a resource centered 
view of the organization 
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Performance management is 
achieved by carrying out changes 
from normal company operations 
that members of the organization 
perceives as normal        
     
 
 
THANK YOU 
 
